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Abstract  
Kano state enterprise development training institutes were established with the expectation to 
further promote and increase the number of small enterprises owners, improve the sustenance 
of small businesses, and reduce unemployment in the society. The institutes have graduated 
many students some of whom have ventured into businesses and others did not start any. Even 
those that have started hardly sustaining them beyond six months. It is against this backdrop, 
the study therefore aimed at understanding the effect of entrepreneurship training on the 
capacity building program with concerns to training quality, trainers competence, and 
availability and functionality of training facilities in the institutes.  A survey research design was 
used, hence primary data were collected through questionnaire. A sample of 370 respondents 
were selected using convenient sampling technique. With the use of multiple regression 
analysis, the results of the study showed that training quality, trainers competence and training 
facilities have significant effect on capacity building effectiveness. The study thus 
recommended that the training institutes should standardise the admission process, curricula 
and improve on post training support activities. They should also determine trainers training 
needs and should send them for further training. The institutes should provide up-to-date 
training facilities with effective maintenance mechanism. Also, the study make some 
recommendations for future studies to in-corporate other effective variables like government 
political will and funding that could explain the remaining variance in capacity building 
effectiveness. 
  





Globally, countries are using entrepreneurship development training as a tool in building 
and improving capacities of their people to take on productive enterprises. It is increasingly 
becoming a means in the creation of small enterprises as well as employment creation in 
developing economies.  This entrepreneurial drive and the benefits that comes with them, 
made Nigerian government to develop programs and agencies to promote entrepreneurship 
training at various levels in the country. According to Davidson et al, (2006) entrepreneurship 
development is very relevant in the economic development of countries across the world. 
These productive enterprises can succeed in managing and growing their businesses if they 
have the appropriate skills and expertise that would enable them carry out their daily business 
undertakings effectively. The skills and expertise are often learned or acquired through 
capacity building programmes. 
 
Capacity building is the process whereby individuals, groups, and organisations abilities 
are enhanced to mobilize and use resources in order to achieve their objectives on a sustainable 
basis (UNDP, 2002). Capacity building consists of activities designed to increase the 
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competence and effectiveness of individuals and organisations (Stryk, Damon, & Haddaway, 
2011). These activities, such as entrepreneurship training are intended to help participants 
acquire new skills, methods and capabilities of creating new and growing their existing 
enterprises.  
 
De Cenzo and Robbins (2007) argued that training is basically a learning experience, 
which seeks a relatively permanent change in an individual’s skills, knowledge, attitudes or 
social behaviour. Entrepreneurship development training is a personal development through 
which an enterprise culture can be created into the minds of potential entrepreneurs 
(ILO/UNDP, 1990; Harper, 1993). It is therefore well-recognised that training opportunities 
play a key role in cultivating future entrepreneurs and in developing the abilities of existing 
entrepreneurs to grow their business to greater levels of success (Henry, Hill and Leitch, 
2003).  
 
Evidence suggests that capacity building program has several positive effects. For 
example, the participants in capacity building training experienced, as cited in (OECD, 2014), 
increased problem-solving and decision-making abilities. Also experienced were improved 
interpersonal relationships, teamwork, money management, enhanced social psychological 
development (i.e. self-esteem, ego development, and self-efficacy) and improved creativity. 
Therefore, entrepreneurship training recognises the importance of multiple intelligences and 
talents as prerequisites for creativity, innovation and entrepreneurship (OECD, 2014). 
Entrepreneurship training is often viewed within the framework of lifelong learning.  
 
The notion that entrepreneurs are born, is rather weak, instead it is well recognised now 
that the entrepreneurs can be created and nurtured (Kuratko, 2003). When these skills are 
learned through capacity building program, the potential entrepreneurs could display change 
in personality traits, attitudes, motivations and enterprising tendencies, which will in turn 
improve the performance of participants’ ventures. Very importantly, the effectiveness of the 
capacity building program should be an area of concern.  The effectiveness might be affected 
or influenced by the whole of the entrepreneurship training process and activities, such as the 
quality and relevance of the training programme, trainer’s competence and capabilities and 
facilities available in the institutes. Trainings could take the form of apprenticeship, 
workshops, seminars, schools and or training institutes. Common among the trainings in 
Nigeria is that of the training institutes, where people are kept for certain period of time to 
learn and acquire skills necessary for their businesses development.  
 
In view of the need to build the capacities of its people so as to encourage small business 
development, create employment, reduce poverty level and to improve the economy of the 
state, as was buttressed by (Tijjani-Alawiye, 2004; Izedonmi, 2009; and Unachukwu, 2009). 
Kano state government established a number of training institutes in the state within the years 
of 2011-2013. The Kano state enterprise development institutes offer various programmes 
and have graduated many people. Although the capacity building programmes covers people 
with existing businesses and those who may start new enterprises, what is not clear is how 
effective are the capacity building programmes in developing the desired entrepreneurship 
skills of the trainees. 
 
Earlier researchers like Rae and Woodier-Harris (2012), highlighted a model for 
entrepreneurship education and training that considered ‘effectiveness’ as the key outcome 
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rather than learning, hence it focused on issues that concerns training design and techniques, 
trainee mindset, capability and training effectiveness. An elaborate research on effectiveness 
of entrepreneurship training has been provided by Colette, Hill and Leitch, (2005), they 
established that there are some difficulties associated with the design of programs, as well as 
their objectives, content and delivery methods. There is still room to conduct this research 
with additional variables such as trainers competence and training facilities which were not 
covered by earlier studies, specifically in Kano state, Nigeria. 
 
This study therefore tries to assess the effect of entrepreneurship training on capacity 
building run by these institutes with emphasis on the process of the training as was supported 
by TIER model.  It is also aimed at understanding specifically the effects of training quality, 
trainer’s competence and training facilities on capacity building effectiveness. It is therefore 
hypothesised that the quality and relevance of training program has no significant relationship 
with capacity building effectiveness; Trainers’ professional competence and experience do 
not have any effect on capacity building effectiveness; and availability and functionality of 




Capacity building is the art of enhancing new and improved entrepreneurship skills. 
Capacity is a dynamics involving a complex combination of attitudes, resources, strategies 
and skills, both tangible and intangible (Schacter, 2000). Capacity is more of capabilities of 
performing certain tasks. Capacity building is a complex notion – it involves individual and 
organisational learning which builds social capital and trust, develops knowledge, skills and 
attitudes and when successful creates an organisational culture which enables organisations 
to set objectives, achieve results, solve problems and create adaptive procedures which enable 
it to survive in the long term (UNDP, 2002). According to ESRC (2012) capacity building is 
a process where individuals, groups, networks, and organisations are encouraged and 
facilitated in enhancing their knowledge and skills so as to increase their ability to perform 
innovative and high quality social science research. As a process it involves imparting new 
and improved skills to individuals or group of individuals. Capacity building can be defined 
narrowly in this context as the act of increasing knowledge and skills for starting and growing 
enterprises and every other support (financial and enabling environment). The capacities for 
enterprise development are built through certain activities such as internship and training.  
 
Entrepreneurship development training is a personal development through which an 
enterprise culture can be created into the minds of entrepreneurs to be (ILO/UNDP, 1990; 
Harper, 1993). It is therefore well-recognised that training opportunities play a key role in 
cultivating future entrepreneurs and in developing the abilities of existing entrepreneurs to 
grow their business to greater levels of success (Henry, Hill and Leitch, 2003). Considering 
its importance worldwide, entrepreneurship training is often included in national curricula for 
vocational training in the European Union and other developed countries (CEDEFOP, 2011). 
Not only Europe, countries like Nigeria had made it a compulsory course of study in all 
tertiary institutions in the country.  
 
The increasing desire to develop and nurture entrepreneurial attitudes and skills through 
training necessitated the creation of training institutes and or development centres in many 
states of Nigeria. According to (Bronte-Tinkew and Redd, 2001; Gibb, 2005) some key 
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features of entrepreneurship training are interdisciplinary of different settings; development 
of both soft and hard skills, and particularly the combination of the two; Learning process is 
embedded in different contexts that are relevant for different disciplines; and, Outcomes seek 
to foster entrepreneurial behaviours, skills and mind-sets. Entrepreneurship skills such as idea 
development, problem-solving, network development, resource management, risk 
management and leadership are often required competences and generally appeal to trainees. 
At the same time, a more narrow set of skills are increasingly taught to support those trainees 
to start-up a business. This includes, for example, learning how to draft a business plan, 
manage the day-to-day operations of a business (e.g. accounting, management, commercial 
law, and marketing) and complying with legal and regulatory requirements (e.g. business 
registration, filing taxes) (European Commission, 2009). 
 
The quality of training program comprises of the program structure, training course 
content and the methods of conducting the training. Program structure comprises of pre-
training, training and post training activities. One of the major activities in the pre-training 
phase is the selection of participants and their respective institutes to be trained in. Once the 
institutes or centres have been identified to have the capacity for potential trainees, the 
program coordinator or the institutes undertakes promotional campaign (Nwazor, 2012). 
Screening and selection of trainees could make training more qualitative because all those 
selected would have to qualify through which certain traits can be identified and the trainees 
would therefore choose which profession or trade to be trained in. Training programmes 
undertaken without adequate promotional campaign fails to evoke much response and this can 
be a major reason for the failure of EDPs (Sebastian & Awasthi, 1992). This would enable 
wider reach to potential trainees who may wish to enrol into the program. 
 
Training course content is equally an element of training quality, because it shows 
necessary skills to be taught in the training program. According to Brown (2000) as cited in 
the work of Azila-Gbettor & Harrison, (2013) curriculum has to focus on the features that 
needed to be conceiving of both business and technical skills. According to (Nwazor, 2012; 
Sebastian & Awasthi 1992; Singh, 1990) some of the major inputs provided in a training 
content are; behavioural inputs like achievement motivation training, communication skills, 
problem solving skills, interpersonal skills, creativity, decision making, etc. The objective of 
this input is to reinforce the motivation and entrepreneurial traits of the trainees. The other 
input is to facilitate decision making process to set up a new venture, like business opportunity 
guidance, information, project planning and technical inputs. Furthermore, Brown (2000) as 
cited in the work of Azila-Gbettor & Harrison, (2013) maintain that the curriculum has to 
focus on the features that needed to be conceiving of and starting a new business and or 
growing an existing enterprise. The said skills includes technical, management, people skills, 
sales and marketing skills, time management skills etc.  
 
Another important factor is the training method. Even if the course or training content is 
perfectly appropriate to the target group in question, the training can be rendered quite 
ineffective if the delivery methods are not chosen well. To develop entrepreneurial practice 
requires methods capable of instilling transversal entrepreneurial skills (Mwamisha & 
Wanjau, 2013). The way and manner to which the training is being conducted is the method 
of training. Okudan & Rzasa (2006) posit that effective entrepreneurship training should 
provide opportunities for participants to practice a combination of all the entrepreneurial 
leadership components. These components have to do with role play or on the job training for 
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the participants. According to Brown (2000) entrepreneurship training and education should 
be viewed in terms of the skills that can be taught and characteristics that can be engendered 
in trainees in order to help them develop new and innovative plans for their future business 
endeavours. Romijn, (1989) argued that different EDP seems to indicate that practical 
training, involving a variety of people who actually deal on a day-to-day basis with the 
problems of small-scale businesses in different capacities is much more successful than 
training that relies more on lectures by professional teachers. 
 
Entrepreneurship development training requires a great deal in terms of competence and 
experience on the part of the trainers. Increasingly, trainers are identified as the most 
important factor influencing the quality of training (European Commission, 2013). Ideally, 
different sessions should be conducted by specialists in different areas. According to Romijn, 
(1989) achievement motivation training for instance requires considerable skills, which can 
only be offered by a mature trainer with a sound background in psychology and lively interest 
in people. That is to say a professional trainer with bank of experience makes more 
contribution to success of capacity building program. Donovan, Bransford & Pellegrino 
(1999), in their review of training evaluation models from the economic and human resource 
literature, pointed out that when dealing with the issue of human competence, trainers’ 
expertise is critically important.  Good quality entrepreneurship training requires qualified 
personnel responsible for its conceptualisation and delivery; being qualified as a trainer for 
entrepreneurial skills means to be in possession of highly developed individual competencies, 
in terms of personal and professional knowledge, skills, attitudes and values. It also means 
being able to apply these competencies alone (i.e. autonomously) and in interaction with 
participants and or other trainers (European Union, 2002).  
 
The Tier Model of Training Effectiveness Research  
 
In this study the TIER model was used in accepting the basis to which this whole work 
was conducted. According to Gregory & Thaddeus (2009) the TIER model systematically 
structures training effectiveness research across four stages. Stages 1 and 2 are components 
of formative evaluation in which the objectives and processes of training are conceptualized, 
drafted, and refined. During these stages, researchers explore instructional alternatives to 
determine which are most appropriate for study. Stages 3 and 4 are components of summative 
evaluation—a systematic attempt to determine whether the fully developed training 
intervention is meeting its objectives as planned or desired (Scriven 1967, 1991) as cited in 
the work of Gregory & Thaddeus (2009). The model therefore means that research could be 
conducted at any of the four stages outlined in figure 1 below.  
 










Figure 1:  Logical and progressive stages for training effectiveness research 
 
Study Variables Under the Tier Model 
 
The TIER model regards five types of study variables as integral to training effectiveness 
research: independent, dependent, modifying, intervening, and confounding variables (see 
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Figure 1). Studies depend on access to measurable data for these variables. This study 
considered only independent and dependent variables under the TIER model. 
 
 








Figure 2 Variables influencing the effectiveness of the training-learning-action continuum 
 
Independent variables are the working variables—that is, the training inputs and activities 
that are implemented and studied. They are presumed to cause or influence certain training 
outcomes. Depending on the study, independent variables could include timing, format, and 
location of training as well as modifications to the training rationale, content, or educational 
approach under study (Gagné, 1985) as captured and developed in the work of Gregory& 
Thaddeus (2009). The Dependent variables on the other hand are the intended aims of training, 
which are expected to result from exposure to the independent variables. As exposure varies, 
results may differ, allowing effectiveness to be measured. The TIER model differentiates 
between dependent variables that are immediate effects of training (termed "outcomes") and 
dependent variables that are later-emerging effects of training (termed "impacts") (Mohr, 
1992) as put by Gregory& Thaddeus (2009). 
 
The TIER model was adapted as it positioned this current study on the second stage of 
the model. At the second stage, the study focussed on the PROCESS stage as put by the model. 
The process stage study says that training effectiveness study can be conducted on the learning 
elements such as program structure, training methods and pedagogy, trainer’s competence and 




Survey research design was used in carrying out this study because it involves collecting 
data in order to test hypothesis or answer research questions. Three variables were identified 
to include capacity building as the dependent variable and on the other hand, the independent 
variables are training quality, trainers’ competence and experience and training facilities.   
The variables are represented by Y, X1, X2 and X3.  
 
Y = f(X1, X2, X3 + u) 
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Figure 3: Research Conceptual Model 
 
 
The population of the study covers the graduates of the eight (8) entrepreneurship training 
institutes in Kano State. The number of graduates is up to 10000 people, hence a sample size 
of three hundred and seventy (370) respondents was chosen based on Krejcie and Morgan 
(1970).  A convenient sampling technique was used in selecting the respondents, where 
closed- ended questionnaire was used as the instrument, considering 5-point Likert scale 
interval in measuring the data.   
 
Cronbach’s alpha statistics was used in testing the reliability of the instrument. It was 
measured on the scale Pearson’s product moment correlation coefficient that varies between 
0 and 1, so the closer the alpha to 1.00 the greater the consistency of questions in the study 
instrument. Hence, 0.60 Cronbach’s alpha was adopted as supported by Hair et al. (2010).  
 
The data analysis, inferential statistics specifically multiple regression was used, using 
SPSS software to test the dependency of the relationship between the dependent and 
independent variables and was also used to test the study hypothesis. Pearson’s correlation 
was used to explain the relationship between the independent variables. Therefore, the 
Cronbach’s alpha obtained in this study for the dependent variable (Capacity Building) is 
0.621 and for the independent variables are 0.707, 0.749 and 0.731 for training quality, 
trainers competence and training facilities respectively.  
 
RESULTS AND FINDINGS 
 
Response rate shows that 197 valid copies of the questionnaire were used for further 
analysis. Thus, a response rate of 53% was achieved by this study. A response rate of 30% is 
acceptable for survey studies (Sekaran, 2003; Hair, Black, Babin & Anderson, 2010).  
 
Table 1: Inter-correlation among Variables 
Constructs    1      2  3  4   
Capacity building    1 
Training quality  .502            1 
Trainers competence .449    .235   1 
Training facilities  .390   .630  .415  1 
 
 
The values of Pearson correlation show the relationship between dependent variable (i.e. 
Capacity building and independent variables (Training quality, Trainers competence & 
Training facilities). Cooper and Schindler (2003) and Allison (1999) indicated that correlation 
**. Correlation is significant at the 0.01 level (1-tailed) 
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of 0.80 or higher are problematic despite the maximum of 0.75 acceptable by the rule of 
thumb. 
 
Table 1 above, the highest correlation between independent variables was between 
training quality and training facilities, which was significant at 0.01 level (r = 0.630, p<0.01). 
On the other hand, the lowest correlation was between trainers competence and training 
facilities significant at 0.01 (r = 0.015, p<0.01) this indicates a weaker correlation. The 
correlation between dependent variable and independent variables were all positive- showing 
significance at 0.01 for capacity building and training quality (r = 0.502, p<0.01), capacity 
building and trainers competence (r = 0.449, p<0.01) and between capacity building and 
training facilities (r = 0.309, p<0.01). Although the correlation shows significance, the 
coefficients were not large enough to cause collinearity problem as argued by Cooper and 
Schindler (2003); and Allison (1999). Hence correlation between independent variables and 
the dependent variable in this study did not go beyond the acceptable range and as such would 
not cause multicollinearity problem. 
 
To generate an ideal conclusion on the results of regression analysis that would enable 
application of the model on another population of interest, would require a thorough 
examination of normality, collinearity, linearity, homoscedasticity and independence of the 
residual (Hair et al., 2010). The authors put it that, these assumptions are applicable to both 
dependent and independent variables and their relationship as a whole.  
 
Table 2. Model Summaryb 
Model R R Square Adjusted R Square 
Std. Error of the 
Estimate 
Durbin-Watson 
1 .616a .379 .369 1.83496 1.887 
a. Predictors: (Constant), TRAININGFACILITY, TRAINERSCOMPETENCE, TRAININGQUALITY 
b. Dependent Variable: CAPBUILDING 
 
 
The results of multiple correlation (R), squared multiple correlation (R2) and adjusted 
squared multiple correlation (R2adj) shows how well the combination of independent 
variables predicts the dependent variable. This study’s R² of 0.379 in table 3 above indicates 
that the variability in Capacity building being the dependent variable was up to 37.9%. This 
means that the independent variables are good predictors of capacity building effectiveness. 
The 1.887 Durbin Watson has fallen within the acceptable range of 1.5 – 2.5 as recommended 
by Norusis (1999). 
 
Table 3:  ANOVAb 
Model Sum of Squares df Mean Square F Sig. 
1 
Regression 392.427 3 130.809 38.849 .000a 
Residual 643.115 191 3.367   
Total 1035.541 194    
a. Predictors: (Constant), TRAININGFACILITY, TRAINERSCOMPETENCE, TRAININGQUALITY 
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Regression model is considered significant when it is 0.000 under Anova. Having Sig. F 
Change value (F (3, 191) = 38.849, p< .0005 in table 4 shows that the model used in this study 
was appropriate as 0.000 significance value was attained. 
 
 
Results of Multiple Regression (Hypotheses Testing) 
 
This section presented results of the coefficients, meaning hypotheses testing concerning 
the relationship between Enterprise development which is the dependent variable and 
independent variables – training quality, trainers competence and training facility. To 
establish the actual effect of independent variables on the dependent variable multiple 
regression analysis was conducted. In testing the hypotheses developed for this study, the 
choice of p< .05 and p< .01 as level of significance was adopted as put by (Cooper & 
Schindler, 2003; Hair et al., 2010).  
 
Table 4 above showed that Trainers competence is having the highest Beta value of 0.420 
indicating a strong prediction of the dependent variable. With standardized coefficient Beta 
of 0.420 relative to other predictors, Trainers competence emerged as the strongest predictor. 
This implies that when all other independent variables are held constant, Trainers competence 
explains exactly 42 percent variation in the dependent variable of this study.  Training Quality 
appeared to be the second predictor with Beta value of 0.251 relative to other predictors in 
this study’s model. Meaning that, should other dependent variables be held constant, Training 
Quality explains 25.1 percent of the relationship with Capacity building as the dependent 
variable of the study.  
 
Additionally, at Beta point 0.180 in the coefficient table above indicated that Training 
Facilities represent the lowest predictive power among the dependent variables. With 18 
percent of the variation in the dependent variable implies that whenever other variables are 
dropped Training Facilities explains the weakest relationship in this study.  














order Partial Part 
Toler
ance VIF 
1 (Constant) 6.443 1.037  6.212 .000      
TRAINING 
QUALITY 
.097 .029 .251 3.321 .001 .467 .234 .189 .570 1.754 
TRAINERS 
COMPETENCE 
.480 .069 .420 6.963 .000 .483 .450 .397 .895 1.117 
TRAINING 
FACILITY 
.184 .075 .180 2.465 .015 .329 .176 .141 .610 1.639 
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The multiple regression and the hypotheses testing results as indicated in table 4 and the 
model summary in table 2 above showed that the independent variables were able to explain 
37.9 percent of the variance in the dependent variable. Notwithstanding any other independent 
variables not used in this study, the achieved R2 = 0.379 is adequate enough to predict variation 
in Capacity building for enterprise development as the dependent variable of this study. 
 
A detail investigation of the contribution of individual independent variables in the 
explanation of the dependent variable showed that Training Quality with (β = 0.251, t = 3.321, 
p = 0.001), Trainers Competence (β = 0.420, t = 6.963, p = 0.000) with significant contribution 
and Training Facilities with (β = 0.180, t = 2.465, p = 0.015). With positive values of Beta, 
Sig. and t in the regression result, therefore shows that all the null hypotheses of the study 
which states that “The quality and relevance of training program has no significant 
relationship with capacity building effectiveness”, “Trainers’ professional competence and 
experience do not have any effect on capacity building effectiveness” and “Availability and 
functionality of training facilities in the institutes has no effect on capacity building 
effectiveness” are not supported and therefore considered rejected.  
 
Table 5: Summary of the Study Hypotheses Testing 
 Null Hypothesis    Statement of Null Hypothesis                                        Remarks 
 
   Ho1  Trainers’ professional competence and experience do not                     Not Supported 
                   have any effect on capacity building effectiveness. 
 
Ho2  The quality and relevance of training program has no   Not Supported 
                       significant relationship with capacity building effectiveness. 
 
Ho3  Availability and functionality of training facilities in the   Not Supported 
    institutes has no effect on capacity building effectiveness. 
 
 
As shown on the summary of findings of the hypothesis of this study, all the null 
hypotheses are deemed rejected and the statements remain untrue as regards Capacity building 
effectiveness. 
 
DISCUSSION OF FINDINGS 
  
The results of this study were earlier presented in the previous section. The result shows 
clearly that all the three (3) null hypotheses were dropped or rejected. This is because the 
independent variables were found to be good predictors of capacity building effectiveness.  In 
this section therefore, the discussion on the finding would be based on the study objectives 
and hypotheses.  
 
One of the objectives was to assess the quality of training programme run by the institutes 
and its effects on capacity building effectiveness. This study finding is not in consistent with 
the null hypotheses Ho1, which states that training quality has no significant relationship with 
capacity building effectiveness. From the finding it shows that there is significant relationship 
between capacity building and training quality, meaning that the higher the quality of training 
the better the effectiveness of capacity building. This quality comprises of the manner trainees 
were selected, the training method used and the post training support and follow-up rendered 
by the institutes. The more effective these factors are the better the capacity building 
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effectiveness.  This therefore was in consistent with several previous studies like (Romijn, 
1989; Mwamisha & Wanjau, 2013; and Azila-Gbettor & Harrison, 2013) where they both 
established that method and content of training are significant in training effectiveness. 
 
Another objective of the study was to assess the professional competence and experience 
of the trainers in the training institutes and how it affects capacity building effectiveness. 
Whereby the corresponding null hypotheses Ho2 states that trainers professional competence 
and experience do not have any effect on capacity building effectiveness. On the contrary, the 
result showed that, there is positive relationship between trainers’ competence and capacity 
building, meaning that trainers’ competence has great effect on capacity building 
effectiveness. This is in line with the sayings of Donovan, Bransford & Pellegrino (1999), 
pointed out that when dealing with the issue of human competence, trainers’ expertise is 
critically important.  
 
The other objective of this study was to examine the availability and functionality of 
training facilities in the institutes and how it affects capacity building effectiveness. 
Consequently, the null hypothesis Ho3 states that the availability and functionality of training 
facilities in the institutes has no effect on capacity building effectiveness. This study’s finding 
was not consistent with the null hypotheses because it indicates that availability of training 
facilities has positive effect on capacity building effectiveness with p 0.000.  
 
CONCLUSION     
 
Although previous studies established positive link between some of the variables and 
capacity building in different contexts, the linkage was not empirically examined on a sample 
of 370 respondents who were participants of Kano state enterprise development training 
institutes.  This study was presumably the first of its kind to be conducted in Kano state 
Nigeria that examines the effect of training quality, trainers competence and training facilities 
on capacity building effectiveness.  The study was able to establish and validated that the 
higher the quality of training, the more competent the trainers are and availability and 
functionality of training facilities the more effective a capacity building program would be in 
the development of micro, small and medium enterprises.   
 
The study findings show clearly that these gaps uncovered from the literature review have 
been covered. It also laid a foundation for further studies in the near future that would employ 
other effective variables capable of predicting capacity building effectiveness which were not 




Having discussed the various findings of the current study in previous section, this section 
presented recommendations based on the findings as well. The recommendations are provided 
to Kano state entrepreneurship development training institutes, Kano state government, any 
other training institutes within and outside Nigeria, state governments who may wish to 
establish these kinds of training institutes in the country and every other stakeholder. 
Specifically, the recommendation concentrated on the practical and theoretical effects of 
training quality, trainer’s competence and training facilities on capacity building. Again, the 
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recommendation is concerned with policy formulation that can promote entrepreneurship and 
enterprise development culture in the society.  
 
i. Improving the quality of training- based on the result of the study, it was established 
that training quality had a positive relationship with capacity building effectiveness. 
Training quality comprised of the pre-training, training (methods and content) and post-
training activities. It thus became pertinent for training institutes to provide adequate 
information through the available and wider reached medium (radio, newspapers, hand 
bills, television etc.)  to prospective trainees for upcoming training program; and 
trainees should be screened without bias of any kind (political, religious, ethnicity and 
or gender) and be allowed to choose institute of their desire and trade or profession to 
be trained upon before admission. 
 
The training method (class room and practical) should be of high standard as obtained 
in other parts of the world. Similarly, the training content (curriculum) should be rich 
enough to instil self-dependence through enterprise development into the minds of 
trainees. The issues of motivation, innovation, small business management, marketing, 
sources of funding, record keeping, working with others, financial discipline, 
mentoring etc. should be part of the content of the training. 
 
Post training activities include provision of starting capital/equipment either on soft 
loan basis or free of charge to participants and post training supervision/follow-up. It is 
recommended therefore, that the training institutes employ adequate mechanism for 
follow-up supervision of participants established enterprises. The starting capital be it 
cash, equipment or machineries be splitted into two folds; half would be a grant and the 
other half be a soft loan that would be issued at developmental stages of the enterprise. 
This would go a long way in controlling or reducing problems of beneficiaries selling 
off the equipment for their selfish interest. Also, supervisory mechanism has to be 
employed to help check and correct the activities of graduates of the capacity building 
programs.  
 
ii. Building on trainers competence – the result of the regression analysis of this study 
showed trainers competence having 0.420 (42%) predictive power as the strongest 
predictor of capacity building effectiveness, hence the need for training institutes to 
always consider professional competence of trainers before recruitment. Also, the 
institutes should continuously determine trainers training needs and send them for 
further trainings and maybe internship, both local and international to upgrade their 
competences.  
 
iii. Provision of up-to-date and functional training facilities – even though this variable 
maintained the least predictive power of capacity building, it still indicated positive 
relationship with training effectiveness, having up-to 0.180 Beta (18%). It is therefore 
recommended that the institutes/government to provide up-to-date and adequate 
facilities like workshop, equipment and machines in the institutes. This would carter 
for the practical aspect of the training and it will make training very effective.  
 
This study’s R2 of 0.379 indicated that the utilised variables as shown by the model 
variance did not sufficiently explained capacity building effectiveness, meaning that there are 
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other effective variables that were not treated in this study. Variables like funding of the 
institute, affiliations with other institutes, government political will, duration of the capacity 
building program etc.  It is therefore recommended that the above mentioned additional 
variables be incorporated in future studies which may better explain the remaining 62.1% 
variance in capacity building. 
 
This study also suggests that further research can be conducted on capacity building 
assessing the impact of entrepreneurship training on potential entrepreneurs or existing small 
business owners. Again, a study could be conducted on impact of the training measuring 
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